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CHAPTER I

Introduction

Black women have been a significant part of the sharply increasing
labor force participation of all women since World War II.

The reasons

for this, increased par ticipation- are -varied -. -The ma j ority. of Black
women appear to work because of economic need.
who are single must support themselves.

Most of these women

Others (widowed, divorced, or

separated) may have to support themselves and children as well, while
most married women contribute additional support to the family income
(Herman, 1978).
Jackson (1971) found that in comparison with Black men and White
men and women, Black women constitute the most disadvantaged group as
evidenced by their educational, occupational, employment, income levels
and marital status.

Even when her age, education and training equal

those of her white counterpart, the Black woman still earns less
(Timberlake, 1977).

Furthermore, Black women have a higher participation

rate in the labor force than White women workers (Herman, 1978).
Many Black writers and women's organizations have adopted the thesis
that the social position of a Black woman can be referred to as a
"double jeopardy" because she has to fight against racial and sexual
exploitation and subjugation.

If the element of poverty is also

considered, the Black women's status might be considered a "triple
jeopardy"

(Burlew, 1977; Perlo, 1975; Ladner, 1977, 1977; Lerner,

1972; Staples, 1974).

1

*
0
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In this study job satisfaction of working Black women will be
examined in relation to their social awareness.

Studies which have

examined working conditions of Black women have singled out some
important factors which might affect job satisfaction.

Hilaski and

Willacy (1970) found little or no union representation, poor employee
benefits and insensitive working conditions for many household and
factory workers.

King (1978) concluded that sex and race discrimination

are two major problems professional Black females face in the working
world.

Herman (1976) found unequal pay for men and women and Jeghelian

(1976) concluded both Black and White women face problems with sexual
harassment on the job.
Job satisfaction has been shown to be related to a broad range
of environmental work variables.

However, only limited attention has

been given to studies concerned with minority group membership or
women on job satisfaction and worker morale.

Even fewer studies have

focused on job attitudes among Black women (Ash, 1972).

Recent studies

indicate that Black women were less satisfied with their jobs than
Whites (Andrian & Shapiro, 1978).

Feldman (1973) in a study concerned

with race, economic class and the evaluation of work, concluded that
the effects of racial or ethnic discrimination, as well as economic
deprivation on people's conception of work, is an important consideration
for both government and industry.
Due to the above mentioned environmental variables it was thought
important to explore the degree of relationship between social
and job satisfaction as it pertains to working Black women.

awareness

The study

will correlate expressed social awareness of working Black women with

with permission of the copyright owner. Further reproduction prohibited without permission
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expressed job satisfaction in order to discover whether there are
any positive associations between them.

Review of Selected Literature

Social Awareness

The-reality for a Black woman is the presence of problems-peculiar to her group, most of which have arisen from the triple burden of
race, sex and poverty (Staples, 1977).

Contrary to popular opinion

and public policy decisions designed to assure equal employment
opportunity, Black people still lack basic economic rights.

The most

important of these are essential equality in access to employment at
all levels sufficient in income to afford a normal U.S. standard of
living (Perlo, 1975, p. 2).
Over half of all Black women in the population were either working
or looking for work in 1977.

These 4.6 million women workers were

11.4% of the female labor force of about 40 million.

Yet the median

income of Black women is a little lower than that of White women,
and is considerably lower than that of both Black and White men.

For

example, in 1975 the median wage or salary income of Black women was
$7,297, compared with $7,614 for White women and $9,875 for Black
men.

The Black woman's income was little more than half the $13,216

income of the White man (Herman, 1977).
Black women are more likely to be first among the unemployed.
The unemployment rate for Black women 20 years of age and over was
12.2% in 1977.

For adult White women, the rate was 6.2%.
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In 1977,
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the rate of unemployment for Black teenage girls between the ages
1 6 - 1 9 was 43.6%, whereas White teenage girls were unemployed at a
rate of only 15.9% (Herman, 1978).
Related to rights of equal employment opportunities are equality
of education, health services and access to decent housing (Perlo,
1975).

Jackson (1971) studied Black male/female sex ratios and

concluded•that -inequality-of basic-economic rights has-adverse-effects
on the Black woman’s mate and family.

Laterbach (1977) found that

the social, psychological and economic aspects of poverty and unemploy
ment have detrimental effects on the individual's mental and physical
health.
According to Ryan (1970) who studied problems of minorities in
America, there is a cruel and erroneous myth about Black women.

This

myth is about the Black matriarch popularized by Frazier (1939) and
strengthened by Moynihan (1965, pp. 48-50).

The central thesis of

this myth was that the Black family is decaying, which was assumed
by

Moynihan (1965) to be caused by Black women for being matriarchal.

This thesis spilled over into the formulation of government policies
toward Blacks which has had demeaning effects on the Black family
(Staples, 1977).
Nelson (1975) examined myths about Black women workers in modern
America.

These myths were

Black men,

2.

1.

Black women have better jobs than

Black women and White men are the most successful

groups in the U.S. society, and

3.

Black women do most of the

work because they are heads of families.
1970 census

Upon examination of the

Nelson (1975) found all of the above myths to be

*
♦
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untrue and concluded:

. . .Consequently, another attempt has been
made to revive the ancient myth of the Black
matriarch. ...This myth has now been delineated
to economic subsets.
(Nelson, 1975, p. 14).

Murray (1972) in a critique entitled "Jim Crow Jane Crow" felt
the cause of what appears to be Black female dominance may be due
to the low sex ratio between Black males to females.

She states:

How much tension and conflict traditionally
associated with the matriarchal framework
of Negro society are in reality due to this
imbalance (low sex ratio) and the pressure
it generates? Does this excess explain the
active competition between Negro professional
men and women seeking employment in markets
which have limited or excluded Negroes? And,
does this competition intensify the stereotype
of the matriarchal society of female dominance,
(p. 568)

In summary, it is this writer's notion that Black women take to
the job an awareness of their socio-economic status which affects their
levels of job satisfaction.

In the present study, social awareness is

expected to relate to a working Black woman's socio-economic status.
The socio-economic variables include:

Age, income, type of job, years

on the job, education, marital status, and total number of children.
It is the goal of this study to determine if relationships exist bet
ween the social awareness of working Black women and job satisfaction.
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Job Satisfaction

Although relationships between numerous variables and job
satisfaction have been reported in psychological literature, only
limited attention has been given to studies concerned with the
relationship between minority group membership or women to job
satisfaction and worker morale.

Studies that have a direct relation

ship to overall minority group attitudes and job satisfaction are
(Ash, Awkard, Hicks, Hoffman, Porter & Wispe, 1969; Bass & King, 1970;
Barry & Bloom, 1967; Cole, 1940; Ewen, Katzell & Korman, 1974; Fortune,
1947; Gendel, 1965; Gordon & Saegner, 1950; Hasson, 1968; Slocum &
Strawser, 1972).

Even fewer studies have focused on job attitudes

among Black women to date.
Recent studies indicate that Black women were less satisfied
with their jobs than Whites and that levels of job satisfaction,
decline within a given time period (Andrian & Shapiro, 1978; Ash,
1972).

Brayfleld and Crockett (1955) concluded that negative

attitudes toward work behavior and job satisfaction affect productivity,
lead to turnover, absenteeism or ultimate withdrawal from the labor
force.
The reasons for Black women's lower levels of job satisfaction
have not yet been identified.

The traditional approach to such

studies has been to use theories constructed on concepts such as
needs, expectations, role discrepancy, self, and models such as the
two-factor theory and motivator hygiene dichotomy (Feldman, 1973).
However for the present study, it is the investigator's notion

Reproduced with permission o f the copyright owner. Further reproduction prohibited without permission.
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that complex environmental variables such as economic factors and
institutional sex and race discrimination are being over-looked
by many researchers.
Wells (1980) conducted a quality of life survey for Black
women.

Of 7,000 participants, 85.5% disagreed with the statement

"racism will disappear in my lifetime".

Thirty-four point six

percent of the respondents felt they had been discriminated against
in employment because of their sex and 56.3% because of their race.
Black w omen’s dissatisfaction with the job may reflect either (a)
negative effects of continued experiences of a discriminatory nature
from either fellow employees or supervisors, or both, or (b) that
minority group and women employees come to work with a set of
expectations different from those of Whites and men which are not
as well fulfilled as the expectations of White and male employees,
or that both these phenomena occur (Ash, 1972).
Feldman (1973) concluded that employment problems of racial
and ethnic minority group members and women do not end when integration
in a job setting is achieved.

Often these workers find themselves

in situations where the reward structures are geared to the norms
and desires of the White and male majority.

These discrepancies in

the perception of aspect of the work situation produce special
problems.
Studies involving work attitudes of women and particularly
Black women, have singled out some important factors which might
adversely affect job satisfaction, educational attainment, career
and occupational choices.

Avery and Mussio (1974) studied

0
9
*
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culturally advantaged and disadvantaged female clerical employees.
While the subjects are not identified by race, the investigators
compared their results with those of other researchers dealing with
Black and White subsamples.

The findings were that the disadvantaged

group saw context factors, job security, co-workers, and salary as
more important than did the advantaged group.
O'Leary (1976) reviewed the literature focusing on attitudinal
barriers to occupational aspirations in women.

Some of the barriers

she cited were (a) societal sex role stereotypes,
towards competency in women,
(d)

(c)

(b)

attitudes

women's fear of failure, and

low self-esteem and role conflict as well as the perceived

consequences and incentives for engaging in achievement-related
behaviors.
Burlew (1977) in a study concerned with attitudes toward
professional Black females, found that the most general barrier
against Black women in non-traditional fields was discrimination.
Brown, Hall & Malcom (1976) found that Black females in one nontraditional profession, engineering, not only felt discriminated
against, but also that they attributed this discrimination both to
their sex and race.

These findings are consistent with the conclusions

of several writers (Ladner, 1977; Staples, 1979) that Black females
suffer a "double whammy" of sex and race discrimination.
Andrian and Shapiro (1978) examined a number of aspects of
job satisfaction among women in their 30's and 40's over the
1967-1972 period using data from the National Longitudinal Surveys.
The data suggested that Black women were less satisfied with their

*
#
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jobs than Whites and that levels of job satisfaction declined between
1967-1972.

They also found evidence that women whose skills were

under utilized tended to be more dissatisfied than women for which
this was not the case.
Under utilization of female talent may be caused by prejudicial
personnel policies.

While all women may be subject to various forms

of insidious employment discrimination on the basis of sex, one might
expect discrimination to be most serious for Black women who must
bear the cumulative encumbrance of race and sex.

That is many employers

may be even more reluctant to hire, train, and promote Black women
because of racial bias and sex role stereotypes (Andrian & Shapiro,
1978; Ash, 1972).
Discrimination in educational opportunities may be a key factor
in Black women's job satisfaction and numbers in low paying jobs.
There is evidence to show that the low income of many Black women
can be attributed largely to the types of occupations in which they
are employed.

Herman (1977) found a large proportion

women workers inservice occupations, 35% compared
for White women.

with 19%

Staples (1973) noted that Blacks are still paid

less for comparable work than Whites.
Black elemenatry

of minority

Siegel (1965) found that the

school graduate would earn 64% of his White counter

parts lifetime income.

However,

the*Black college graduate's lifetime

income would be only 50% of his White counterparts.

Hence, highly

educated Blacks suffer the brunt of income discrimination more
intensely than those with less education.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Ash (1972) conducted two studies comparing job satisfaction
of Black, White and Spanish surnamed female production and clerical
workers.

In both studies Black women were more dissatisfied than

White and Spanish surnamed employees.

In the first study (see Table 1)

Spanish surnamed employees were generally more satisfied than Blacks
but less satisfied than Whites.

In the second study (see Table 2)

Black women yielded lower mean scores than Whites on all areas of the
Job Description Index.
Upon closer examination of Tables 1 and 2 (Ash, 1972) the lowest
mean scores occur in such areas as pay, work on the present job,
opportunity for advancement, fellow employees and supervision.

A few

of the findings cited above are consistent with the U.S. Department
of Labor study for 1977 on minority women workers (Herman, 1977).
Table 3 presents the median wage of salary income in 1974 by sex and
race.

Minority women have the lowest median income, $6,611, compared

to all other groups.

Table 4 presents major occupation groups of

employed women by race in 1960 and 1976.

Minority women have higher

participation rates in lower-paying and lower-skilled jobs compared
to Whites.

For example, in 1976 Black women held 26% of the service

worker jobs and 9.4% of the private household worker jobs compared
to White women who held 16.8% and 2.2% of these same jobs respectively.
The findings cited have been inadequate to explain work atti
tudes and job satisfaction among Black women.

Therefore, it is

important to obtain information on aspects of work that are seen as
desirable and undesirable from working Black women.

Feldman (1973)

concluded that this approach may be resolved by looking more closely

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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TABLE 1
Mean Category Scores on the SRA Attitude Inventory for 222 Female Production and Clerical Workers and
159 Male Workers (Production, Technical, Clerical, Sales, and Supervisory Combined): Electrical Components
Manufacturing Company

Maximum
Possible
Scores

Scale

White

Females
Spanish
Surname

Black

Males
White

10
12
8

6.05
8.09
2.46

6.17
7.80
2.29

5.97
6.50
2.68

7.81
8.51
4.45

8

4.20

3.50

3.04

6.41

8

5.00

3.67

4.44

6.14

16

10.41

9.40

8.28

12.04

Confidence in Management
Technical Competence of Supervision
Effectiveness of Administration

14
12
10

8.14
. 8.30
5.93

6.58
7.62
5.71

6.37
8.01
5.31

11.37
9.91
6.75

10.
11.
12.

Adequacy of Communication
Security of Job and Work Relations
Status and Recognition

12
14
12

6.62
7.57
7.23

5.92
6.65
6.48

5.14
5.35
6.27

8.41
10.39
9.41

13.
14.
15.

Identification with the Company
Opportunity for Advancement
Reactions to the Inventory

8
8
4

6.09
4.80
3.58

7.78
4.73
3.44

4.67
4.48
3.43

7.00
5.99
3.41

156

94.47

85.74

79.80

117.00

63

47

159

1.
2.
3.

Job Demands
Working Conditions
Pay

4.
5.

Employee Benefits
Friendliness and Cooperation of
Fellow Employees
Supervisor/Employee Interpersonal
Relations

6.

7.
8.
9.

Total Inventory Score
Number of Cases
NOTE.

Source:

Ash (1972).

_

112

TABLE 2
Mean Scores on the Job Description Index
for White and Black Female Clerical
Workers in a University

Black

26.07

19.92 a

1.

Work on present job

2.

Present pay

8.98

3.35 b

3.

Opportunities for
promotion

7.89

6.64

Supervision on
present job

41.84

37.71

People on your
present job

36.05

28.42 a

Number of Cases

56

14

4.

5.

NOTE.

________ Group
White

Source:

Ash

(1972)

a

Difference significant at the .05 level of confidence.

b

Difference significant at the .005 level of confidence
using a two-tailed test.
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TABLE 3
Median Wage or Salary Income in 1974,
by Race3 and Sex

All Workers
Race

Women
Total

Men

Year Round Full-Time
Workers
Women

Men

$4,850

$10,404

$6,967

$12,072

Minority

4,751

7,617

6,611

9,082

White

4,863

10,745

7.025

12,343

NOTE.

Source:

U.S. Department of Commerce, Bureau of the Census:
Current Population Reports, Series P-60, No. 101.

Negroes constitute 89% of persons of minority status.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

14

TABLE 4
Major Occupation Groups of Employed Women
by Race, 1960 and 1976a

Ma j or
Occupation Group

1976________
Minority
White

_______ 1960_______
Minority
White

Number (in thousands)

4,356

2,821

Percent

30,739

19,376

100.0

100.0

100.0

100.0

14.2

16.2

6.9

13.1

2.8

5.9

1.8

5.4

26.0

36.2

9.3

32.9

2.5

7.3

1.5

8.5

Operatives (including
transport)

15.7

11.3

14.1

15.1

Service Workers (except
private households)

26.0

16.8

21.4

13.7

Private Household Workers

9.4

2.2

35.1

6.1

Other Occupations

3.4

4.1

10.8

5.2

Professional and Technical
Workers
Non Farm Managers and
Administrators
Clerical Workers
Sales Workers

NOTE.

Negroes constitute 89% of persons of minority status.

NOTE.

Source:

U.S. Department of Labor, Bureau of Labor Statistics:
Employment and Earnings, January 1977 and
January 1961.

^ a t a are for women 16 years of age and over in 1976 but 14 years and
over in 1960.
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at the social environments of Black women.

Variables such as cultural

values, fashions, economics and politics should be examined.

It is

the goal of the present study to examine characteristics of working
Black women in their social environments as independent variables and
job satisfaction characteristics as dependent variables.
Early studies that have found significant relationships between
job.satisfaction and life or general satisfaction-are_Hoppock (1935), Miller
(1941), and Watson (1942).

Brayfield and Crockett

(1955)

surveyed the literature on employee attitudes and employee performance
and concluded it is important to know what motives exist among workers,
how they are reflected in the behavior of the workers and how the
motives develop and are modified within the framework of patterned
social relationships on the job and in the larger community.
Roe (1956) in the Psychology of Occupations concluded:

It is in point of fact impossible to separate
occupational adjustment or occupational satis
faction from satisfaction with life. One is a
measure of the other, neither is prior to nor
independent of the other, both are indications
of the person in the world.
(p. 284-285)

Brayfield and Rothe (1951) attempted to measure job satisfaction
and validate the Index of Job Satisfaction Scale.

Using 231 female

office employees the investigators correlated the above mentioned
scale with the Hoppock Job Satisfaction Blank (Hoppock, 1935).

A

high positive correlation (r = .92) was found between the two scale
measures.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Brayfield, Strate and Wells (1957) investigated the extent to
which measures of attitude toward the job and attitude toward life
were related using 41 male and 52 female city government office
employees.

Brayfield and Rothe's

Index of Job Satisfaction and the

SRA Employee Inventory were used as measures of job satisfaction.
The Rundquirst Sletto Morale Scale and Weitz Test of General Satis
faction were used as measures of life or general satisfaction.

The

results indicate job satisfaction and general satisfaction were
positively and signficantly related among the males.

However, no

significant relationships were obtained among the females.
Recent studies which have examined characteristics in the social
environment of workers are Angrist, Lave & Mickelsen (1976),
Beckett (1976), Cavanaugh & Purdell (1972), Crain (1970), Darian (1976),
Gackenbach (1978), Goddale & Nealy (1967), Herrick & Sheppard (1972),
Herzberg (1957), Jackson (1971), Mowday, Porter & Stone (1978),
Staples (1977), Weaver (1978), and Wells (1980).

Two studies cited

above have used Black women exclusively as subjects.
In summary, the evidence cited shows the inadequacy of current
models to accurately represent differences in work attitudes and
job satisfaction among race, sex and social class subcultures
(Feldman, 1973).

Landy and Trumbo (1976) concluded:

If in fact Blacks, women and other minorities
have been victims of unfair discrimination in
the work-place, there should be evidence of
this discrimination in work behavior . . . .
Researchers must begin to devote more time
to the functioning of minority workers when
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they get on the job. These kinds of studies
will be tests of strength of the various
models of work motivation.
If the models
are not strong enough to make accurate
predictions for Blacks, women and other
minorities, modifications in these models
must be made or other models sought.
(p. 598)

If new approaches to work motivation for minorities and women
are formulated, what would be the impact of such models in the work
setting of Black women?

These new models may be of practical impli

cation in re-orienting personnel policies and programs toward Black
women seeking employment.

It will assist in career counseling and

educational programs as well as future training, development and
placement of Black women on the job.
It is therefore the intention of the present study to examine
awareness of the social environment .of working Black women and the
relationship of this awareness to job satisfaction.
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CHAPTER II

Methodology
Hypothesis

The general hypothesis postulated is that there is a relationship
between social awareness of working Black women and job satisfaction.
Differences between categories of working Black women due to type of
job, years on the job, age, income, marital status, total number of
children and education will be investigated.
Hypothesis one states there is a relationship between social
awareness of working Black women and job satisfaction.
There are seven subhypotheses to be tested:
(a)

Older working Black women will express more job
satisfaction and greater social awareness than
younger women.

(b)

High income working Black women will express more
job satisfaction and greater social awareness than
lower income women.

(c)

Working Black women with more years on the job will
express more job satisfaction and greater social
awareness than women who have less years on the job.

(d)

Professional/Technical/Managerial working Black women
will express more job satisfaction and greater
social awareness than women in lower skilled
jobs.

18
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(e)

Single working Black women will express more job
satisfaction and greater social awareness than
married women.

(f)

Working Black women with children under age 11 will
express more job satisfaction and greater social
awareness than women who have fewer or no children
under age 11.

(g)

Higher educated working Black women will express
more job satisfaction and greater social awareness
than less educated women.

Sample

The sample for the present study includes 120 working Black
women served by five day care centers and.a women’s center located
in Detroit, Michigan.

The subjects were randomly selected to

participate and fill out two forms designed to measure social attitudes
of working Black women and job satisfaction.

Data were collected via
*

the directors, through
institution.

the distribution of questionnaires to each

The questionnaires were distributed to each subject's

mailbox at the local women's center with an invitation to fill out
the forms and return them to the director's mailbox.

The day care

center groups' questionnaires were pinned on the preschool children
with an invitation to the working mother or female guardian to fill
out the forms and return them to the director of each center.
A total of 341 questionnaires were distributed to the sample
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population.

One-hundred twenty forms were returned, or, 35.2%.

The

day care groups received 241 questionnaires of which 37 were returned,
or, 15.4%.

The women's center group received 100 questionnaires of

which 83, or, 83% were returned.
The actual sample was composed of 120 subjects.

There were a

total of 213 children for the total population with the mean number
of children per working Black woman being X = 1.7.

The total number

of children under age 11 is 71, or, 33% of the total.

Further

classification of the subject pool is outlined in Tables 5 and 6.
In describing the population, 73.2% of the subjects have clerical/
sales and service jobs.

Nine percent had machine/trade occupations

and 22% of the subjects made no response to the question.

Fifty-nine

percent of the subjects had worked on the job from 1 to 10 years with
the average number of years being 1 to 3.
The majority of subjects were between the ages of 16 to 44 with
10.1% over 45 and zero percent 65 and over.

Forty percent of the

subjects were married, 28% single, 18% divorced and 12.5% either
widowed, separated, engaged or other.

Thirty-four percent of the

subjects income is $10,000 - $14,000, 20% made under $5,000, 22.5%
made $5,000 - $9,999, 20.8% made $15,000 - $24,999 and 2.5% made
$25,000 or more.

The average education for the subjects is some

college or 47.5%, 3.3% .had grade school, 20% were high school graduates,.
12.5% were college graduates and 15.8% had graduate school or more.
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TABLE 5
Demographic Characteristics of Working Black Women by Groups and Percentages

Demographic
Characteristics

Day Care3
%

Groups
Women's Center15
%.____________

Totalc
%

Type of Job
29.7
21.6
5.4
16.2
27.0

10.8
21.6
25.3
7.2
34.9

less than 1 year
1 - 3 years
4 - 1 0 years
1 1 - 1 6 years
1 7 - 2 5 years
26 or more years

35.0
21.6
32.4
8.1
2.7
0

19.2
26.5
34.9
13.2
2.4
3.6

24.1
25.0
34.1

16
25
35
45
55
65

27.0
62.1
8.1
2.7
0
0

20.4
38.5
27.7
9.6
3.6
0

22.5
45.8

Prof/Tech/Mgr
Clerical/Sales
Machine Trade
Service
No Response

16.6

20.8
5.8

21.6
35.0

Years on Job

11.6
2.5
2.5

Age
- 24 years
- 34 years
- 44 years
- 54 years
- 64 years
and over

aN=37
bN=83
°N=120

21.6
7.5
2.5
0

N3

TABLE 6
Demographic Characteristics of Working Black Women by Groups and Percentages

Demographic
Characteristics

Day Carea

Groups
Women's Center15

%

%

Totaic

Marital Status
Single
Married
Divorced
Widowed
Separated
Engaged
Other

13.5
64.8
16.2
2.7
2.7
0
0

34.9
30.1
19.2
2.4
9.6
1.2

28.3
40.8
18.3
2.5
7.5
0.83

2.4

1.6

32.4
18.9
27.0
18.9
2.7

14.4
24.0
37.3

20.0

21.6

20.8

2.4

2.5

1.2

0.83
3.3

Income
Under $5,000
$5,000 ^ $9,999
$10,000 - $14,999
$15,000 - $24,999
Over $25,000 .

22.5
34.2

Education
Grade School
Some High School
High School Graduate
Some College
College Graduate
Graduate School
aN=37
bN=83
CN=120

0.0
0.0
10.8

4.8
20.4
48.1
13.2

24.3

12.0

18.9
45.9

20.0
47.5
12.5
15.8

ro
N3
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Procedure

Two instruments were utilized in the study.

They were (a) the

Social Awareness Questionnaire for Working Black Women and (b) Brayfield
and Rothe's Index of Job Satisfaction (Brayfield & Rothe, 1951).
The Social Awareness Questionnaire for Working Black Women (see
Appendix A) was designed by the investigator to measure certain
variables which might influence a Black woman's attitude toward her
job.

Four types of questions were taken from the literature review

and pilot study to form the questionnaire.
1.

The questions were:

Myths about Black women as workers and matriarchs,

2.

Discrimina

tion pertaining to education, employment, sex and race,

3.

Factors

which influence career training and occupational choice and

4.

Social,

economic and psychological effects of unemployment and underemployment
on the family life and mate of respondents.
The questionnaire is a twenty-item, Likert-type scale.

The

responses for social awareness were weighted from 5-1 so that high
scores consistently indicate respondents believed that real problems
existed in their social environments.

For example the statement

"Black women seldom find race discrimination on the job" was negatively
stated so that "strongly agree" received a score of "1", "agree" a
score of "2", "undecided" a score of "3",
"4" and strongly disagree" a score of "5".
statement

"disagree" a score of
On the other hand the

"Many Black women contribute a large amount of their pay

to the family income" was positively stated so that "strongly agree,"
received a score of "5", "agree" received a score of "4", "undecided" a
socre of "3", "disagree" a score of "2", and "strongly disagree" a score

#
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of "1" (see p. 5).
Brayfield and Rothe's Index of Job Satisfaction (see Appendix B)
was designed to measure general job satisfaction and discriminate
between groups who are assumed to be differentially satisfied with
their jobs.

There are nine positive and nine negative stated

questions which are directly related to an individual's expressions
and feelings toward the job.

This scale was selected because of its

applicability to a group situation, length of the scale, respectable
validity and reliability levels, discussed by Brayfield and Rothe
(1951) and ease of administration.
The questionnaire is an eighteen-item, Likert-type scale in
which respondents were asked to indicate the degree in which they
agree or disagree with each statement on a continuum "strongly agree",
"agree",

"undecided", "disagree", and "strongly disagree".

The

responses for job satisfaction were weighted from "5-1" so that
the high scores consistently indicated high levels of job satisfaction
and the low scores indicated dissatisfaction with the job.
of the statements are favorable and 50% unfavorable.

About

50%

The maximum

possible score was 90, the minimum was 18.
The subjects' scores on the two instruments were subjected
to

several statistical analyses, Pearsons' product-moment correlation

coefficient was used to measure the correlation between social atti
tudes and job satisfaction for hypothesis one.

According to

hypothesis one, scores on the social awareness questionnaire might '
be negatively correlated with scores on the job satisfaction scale.
That is, if social awareness "spills over" and influences job satis
faction we might expect the respondents who more strongly believe
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they are subjected to race or sex discrimination to be less satisfied
with their jobs.

On the other hand, awareness of (or belief in)

such social factors could be associated with being more satisfied
with the jobs they obtained in spite of adversity.
A One-Way Analysis of Variance was used to test for mean differences
for sub-hypotheses "a - g".

Results are reported separately for day

care and women's center groups of working Black women.

A t-test was

used to determine if there are significant differences in attitudes
between the two groups.
There are eight distinct analyses to be made in this study.

In

all cases a two-tailed test of significance at the 5% level was utilized.
Where a test is significant at the 1% level, it will be indicated.
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CHAPTER III

Results

Data analyses for the present study were calculated using the SPSS
computer program.

Statistical subprograms utilized on SPSS were:

Descriptive statistics; Breakdown; t-test; Pearson's Correlation; and
the One-Way Analysis of variance.

Due to variation in sub-group sample

sizes, statistical analyses for some of the hypotheses were not possible
Results for social attitudes will be reported and discussed in the text.
Results for job satisfaction will be presented in tables and discussed
in the text.
Table 7 presents working Black women's percentage of responses to
the Social Awareness Questionnaire for Working Black Women.

As a group

the respondents tended to disagree with the statements pertaining to
myths about Black women as workers and as matriarchs.

For the state

ment "Black women seldom have problems finding the type of jobs for
which they are qualified," 59% of the respondents "strongly disagree"
or "disagree" with the statement, 7% were undecided and 32% "strongly
agree" or "agree" with the statement.

For the statement "Many Black

women would work even if they didn't need the money", 56% "strongly
agree" or "agree" 15% were "undecided" and 28% "disagree" or "strongly
disagree" with the statement (see items 1, 8).
The respondents tend to agree with the statements pertaining
to discrimination in employment, education, sex and race.

For the

statement "Black women seldom find race discrimination on the job"
26
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76% of the respondents "disagree" or "strongly disagree", 11% were
undecided and 10% "agree" or "strongly agree" with the statement.
For the statement "Men and women should receive equal pay for equal
work" 95% of the respondents "agree" or "strongly agree", 0% were
undecided and 3.5% "disagree" or "strongly diagree" with the state
ment (see items 3,6).
A larger percentage of the respondents tended to "agree" with
the statements pertaining to factors which influence career training
and occupational choice.

For the statement "Black females with good

grades are encouraged by high school counselors to go into professional
type jobs such as :

Law; dentistry; engineering; medicine", 32%

"strongly agree" or "agree" with the statement, 24% were "undecided"
and 41% "disagree" or "strongly disagreed" with the statement.

For

the statement "Most money problems of Black women are related to the
low status jobs they hold", 67% "strongly agree" or "agree", 13%
were "undecided" and 18% "disagree" or "strongly disagree" with the
statements (see items 7, 12).
A larger percentage of respondents also tended to agree with
the statements pertaining to social, economic and psychological effects
of underemployment and unemployment on the family life and mate of
respondent.

For example the statement "Most Black women work because

they need the money", 92% "agree" or "strongly agree" with the
statement, 7% were "undecided" and 11% "disagree" or "strongly disagree".
The statement "Many Black women contribute a large amount of their
pay to the family income", 93% of the respondents "strongly agree"
or "agree" with the statement, 2% were "undecided" and 5% "disagree"
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or "strongly disagree" with the statement (see items 2,5).
In Table 7, Items 22, 23, 24, 25, 27, and 28 are presented in
Tables 5 and 6.

Item 25 is discussed in Chapter II.

The total

number of responses vary for Items 15-20 due to sub-group sample
sizes and the nature of the questions.

Items 15 and 16, N=40, 17

and 18, N=39, 19, N=62 and 20, N=58 for the women's center group
(see Table 7).
Table 8 presents working Black women's responses to Brayfield
and Rothe's Index of Job Satisfaction by groups and item percentages.
The respondents tended to agree with the positive statements indicating
job satisfaction.

Fifty point nine percent "strongly agree" or "agree",

15.2% were "undecided", and 32.3% "disagree" or "strongly disagree"
with the statements (see items 1, 2, 5, 7, 9, 12, 13, 15, 17).

The

respondents also tended to disagree with the negative statements
indicating dissatisfaction with the job.

Nineteen point nine percent

"strongly agree" or "agree", 7.9% were "undecided" and 70.3% "disagree"
or "strongly disagree" with the statements (see items, 3, 4, 6, 8, 10,
11, 14, 16, 18).
Twenty-seven percent of the working Black women from the day
care group responded to Item 21, 31% responded from the women's center
group.

The five most common responses given to the question (Item 21)

"Please comment about any problems you face as an employed Black
woman" were

1.

race and sex discrimination,

promotions and raises,
sex,

4.

3.

2.

problems with

equal pay for equal work with the opposite

low-paying jobs, and

5.

sexual harassement on the job.
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Table 9 presents Pearson's product-moment correlation coefficient
for social awareness and job satisfaction.

Social awareness is gen

eral is directly associated with job satisfaction of working Black
women, _r (100) =

.19,

p

<

.05.

That is, women who were relatively

satisfied with their jobs also tended to believe that there were ad
verse social conditions affecting them in relations to their work.

The

coreelation is not very high but indicates that satisfaction with the
job can occur in spite of awareness of adverse social conditions.
Table 10 present a t-test for job satisfaction by groups.
_t

(118) -

2.34,

P

.01 was yielded.

ness by groups yielded a

t_

(118)

=

A

A t-test for social aware

-4.81,

groups differ significantly in their responses.

p

.01.

The two

Therefore, the data

will be considered separately in each statistical analysis.
One-Way Analysis of Variance, "F" test for the relationship between
social awareness scores and age, income, years on the job, type of
job, education, children under age 11 and total number of children
were computed.

The results indicated no statistically significant

relationship between the above variables and social awareness scores.
Table 11 presents a One-Way Analysis of Variance "F" test for
job satisfaction of working Black women by groups and age.

An

I? (4,32)

=

.374

was obtained for the day care group and an

F

=

.361

was obtained for the women's center group which

(6,76)

were not significant.
Table 12 presents a One-Way Analysis of Variance "F" test for
job satisfaction of working Black women by groups and income.
F

(4,32)

=

2.68,

An

p K. .05 was obtained for the day care group.

0
0
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TABLE 9

Correlation Between Social Awareness
and Job Satisfaction of
Working Black Women by Groups

Groups

N

r

Day Care

37

.13

Women's Center

83

.20

Total

120

.19*

NOTE , df = 100

*

P

<

.01
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TABLE 10
t-test for Job Satisfaction of
Working Black Women by Groups

N

Mean

Standard
Deviation

Day Care

37

65.9

10.6

Women’s Center

83

60.5

12.2

120

62.2

11.3

Groups

Total Sample

NOTE,

p <

df - 118

.01
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TABLE 11
One-Way Analysis of Variance for
Job Satisfaction of Working
Black Women by Groups and Age

N

Mean

Standard
Deviation

16 - 24

10

68.1

6.4

25-34

23

67.6

6.0

35-44

3

68.3

6.8

45-54

1

(72.0)3

0.0

55-64

0

0.0

0.0

65 and Over

0

0.0

0.0

37

65.9

10.6

16 - 24

17

64.1

8.3

25 - 34

32

60.4

9.4

35 - 44

23

58.6

8.0

45-54

8

63.3

8.6

55-64

3

68.6

3.7

_0

0.0

0.0

83

60.5

12.2

Groups

F

Day Care

Total

.374

Women’s Center

64 and Over
Total

NOTE,

.361

df for the Day Care group 4 32, Women's Center group 6,76.

aParentheses indicate mean could n t be tabulated due to
sample size. Actual score on j b satisfaction form.
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TABLE 12
One-Way Analysis of Variance for
Job Satisfaction of Working
Black Women by Groups and Income

N

Mean

Standard
Deviation

12

59.0

11.4

7

74.0

9.1

$10,000 - $14,999

10

65.2

14.2

$15,000 - $24,999

7

70.0

7.0

Groups
Day Care
Under $5,000
$5,000 - $9,999

$25,000 or more

_l_

Total

37

65.9

10.6

Under $5,000

12

63.2

12.0

$5,000 - $9,999

20

56.5

10.0

$10,000 - $14,999

31

62.0

10.0

$14,000 - $24,999

19

61.0

12.0

$25,000 or more

_1

(71.0)

0.0

Total

83

60.5

(81.0)a

2.68

0.0

Women's Center

I10TE.
*P <

1.25

12.2

df for Day Care = 4, 32 Women'is Center df - 4,78.
-05

Q
Parentheses indicate mean could not be tabulated due to
sample size. Actual score on job satisfaction form.
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An

F

(4,78)

=

1.25 was obtained for the women's center group

which is not significant.
Subhypothesis "b" assumes that high income working Black women
will express more job satisfaction and greater social awareness than
lower income women.

The hypothesis was partially supported :for.'job

satisfaction for the day care groups only.
Table 13 presents a One-Way Analysis of Variance "F" test for
job satisfaction of working Black women by groups and years on the
job.
an

An
1?

1?

(4,32)

(5,77)

=

=

.750

.767

was obtained for the day care groups and

was obtained for the women's center group, both

of which were not significant.

Subhypothesis "c" assumes that working

Black women with more years on the job will express more job satisfaction
and greater social awareness than women with fewer years on the job.
The hypothesis is not supported by the results.
Table 14 presents a One-Way Analysis of Variance "F" test for
job satisfaction of working Black women by groups and type of job.
An
F.

.F

(4,32)

(5,77)

=

=

1.03

.518

was not significant.

was obtained for the day care groups.

An

was obtained for the women's center group which
Subhypothesis "d" assumes that Prof/Tech/Mgr

working Black women will express more job satisfaction and greater
social awareness than women in lower-skilled jobs.

The hypothesis was

not supported by the results.
Subhypothesis "e" assumes

that single working Black women will

express more job satisfaction and greater social awareness than
married women.

Data for this subhypothesis are nominal and were not

tested using a One-Way Analysis of Variance.

An examination of the
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TABLE 13
One-Way Analysis of Variance for
Job Satisfaction of Working Black Women
by Groups and Years on the Job

N_

Mean

Standard
Deviation

12

63.3

10.1

9

62.4

12.1

12

70.1

15.1

1 1 - 1 6 years

2

73.0

11.3

17 - 25 years

2

68.0

11.3

_0

0.0

0.0

37

65.9

10.9

Less than 1 year

16

59.3

12.4

1 - 3

22

61.0

12.0

29

61.0

9.0

1 1 - 1 6 years

11

60.1

11.5

1 7 - 2 5 years

2

62.0

22.0

_3

72.0

1.0

83

60.5

12.7

Groups

F

Day Care
Less than 1 year
1 - 3

year

4 - 1 0 years

26 years or more
Total

.767

Women's Center

years

4-10

years

26 years or more

.750

*
Total

NOTE,

df = 4,32 for Day Care, 5,77 for W omen's Center.

v
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TABLE 14
One-Way Analysis of Variance for
Job Satisfaction of Working
Black Women by Groups and Type of Job

N

Mean

Standard
Deviation

No Response

10

66.2

6.1

Prof/Tech/Mgr

11

69.0

6.1

Clerical/Sales

8

69.0

7.0

Service

6

65.0

6.0

Mach/Trade

_2

62.3

4.0

Total

37

65.9

10.6

29

63.3

9.1

9

62.1

8.1

18

61.1

9.2

6

60.0

9.1

61.0

6.1

60.5

12.2

Groups

Day Care

1.03

Women’s Center
No Response
Prof/Tech/Mgr
Clerical/Sales
Service
Mach/Trade
Total

NOTE,

df = 4,32 for Day Care,

83

6,77 for Women’s Center.
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means

indicate the subhypothesis was not supported.

Single Black

women in the day care and w o m e n ’s center group had lower mean scorbs,
61.4 and 58.4 respectively than the married women's group, 67.4 and
64.5 respectively.

The divorced women for the day care group showed

the highest mean score, 72.3 of any group.

The divorced and separated

women for the women's center group contributed the lowest mean

scores,

58.0 and 57.0 respectively-of any group.
Table 15 presents a One-Way Analysis of Variance "F" test for job
satisfaction of working Black women by groups and children under age 11.
An

1?

.981

(5,31) = .852

was obtained for the day care groups, an IT (7,75) =

was obtained for the women's center group, both of which were not

significant.

Subhypothesis "f" assumes that working Black women with

children under age 11 will express more job satisfaction and greater
social awareness than women who have fewer or no children under age 11.
The hypothesis was not supported by the results.
Table 16 presents a One-Way Analysis of Variance "F" test for
job satisfaction of working Black women by groups and education.
F

(3,33)

= 1.23

was obtained for the day care groups and an

F^

(5,77)

=1.55

was obtained for the women's center group, both

of which were not significant.

An

Subhypothesis "g" which assumes that

higher educated working Black women will express more job satisfaction
and greater social awareness than less educated

women was not sup

ported by the results.
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TABLE 15
One-Way Analysis of Variance for Job
Satisfaction of Working Black Women
by Groups and Children Under Age 11

N

Groups

Mean

Standard
Deviation

Day Care
0

9

69.1

4.9

1

14

68.3

5.5

2

13

67.1

5.2

3

1

4

(67.0)a

5.4

_0

0.0

0.0

37

68.2

10.6

0

38

62.3

10.0

1

19

62.9

9.2

2

23

58.1

10.4

3

2

59.1

10.0

4

_1

(64.0)

5.3

83

61.0

Total

Women's Center

Total

NOTE,

df = 5,31 for Day Care,

12.2

7,75 for Women's (Center.

aParentheses indicate mean could not be tabulated due to
sample size. Actual score on job satisfaction form.
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TABLE 16
One-Way Analysis of Variance for
Job Satisfaction of Working
Black Women by Group and Education

Mean

N

Groups

Standard
Deviation

Day Care
Grade School

0

0.0

0.0

Some High School

3

61.9

12.3

High School Graduate

7

60.0

19.2

14

64.9

11.2

4

71.7

8.3

Graduate School

_9

70.0

7.0

Total

37

65.9

10.6

Grade School

1

68.0

0.0

Some High School

4

57.0

15.7

High School Graduate

18

60.2

8.9

Some College

41

58.6

11.3

8

61.2

8.1

i !)a

67.9

8.5

83

60.5

12.2

Some College
College Graduate

1.23

Women's Center

College Graduate
Graduate School
Total

NOTE,

a

df = 3,33 for Day Care,

1.55

5,77 for Women 's Center.

Parentheses indicate mean could not be tabulated due to sample
size. Actual score on job satisfaction form.
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CHAPTER IV

Discussion

Hypothesis one states there is a relationship
p

<,

r_

(100)

= .19,

.01 between social awareness of working Black women and job

satisfaction.

The hypothesis is supported

women's center group is separated from the

by the results. When

the

day care group, it is

noted that the former evidenced a higher association between social
awareness and job satisfaction than the latter (see Table 9).
Significant differences were found between means for the two groups.
A t^

(118) - 2.34, p

<

.01 was obtained for job satisfaction (see

Table 10).
The results indicate that social awareness is slightly related
to job satisfaction.

It may be possible to bring about minor improve

ments in job satisfaction by influencing attitudes toward job avail
ability.

For example, many of the respondents believed they received

inadequate educational preparation and career counseling in high
school (see Table 7, Items 7, 13).

In the future special emphasis

could be placed on recruiting Black females into high school programs
which attempt to alleviate deficiencies in

the areas of career

counseling and educational preparation for

the job market. Improvements

could be made for Black women presently employed through job upgrading
and improved training, development and placement on the job.
The results also indicate that working Black women who utilize
day care centers expressed lower levels of job satisfaction than the
42
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women's center group.

The fact that these women had higher levels of

education than the women's center group might lead to the conclusion
that they expected more from their jobs.
Subhypothesis "a" assumes that older working Black women will
express more job satisfaction and greater social awareness than younger
women and was not supported by the results.

The One-Way Analysis of

Variance "F" test was not significant at the .05 level (see Table 11).
Subhypothesis "b" assumes that high income working Black women will
express more job satisfaction and greater social awareness than lower
income women; it was partially supported by the results.
2.68,

p

An

F_ (4,32) =

.05, was obtained for the day care group (see Table 12).

The findings are partially consistent with Andrian & Shapiro (1978)
and Ash (1972) who found that as occupation and income levels increase,
job satisfaction increases.

It is also noted that within the day care

group there was found a higher percentage of professional jobs and
higher levels of education than the women's center group.

The find

ings may suggest as Darian (1976) found, in a national survey of
working women, that women do not in general work for such non-economic
reasons as to make use of special talents, interests or training, but
rather for such economic reasons as to support a family, buy special
things or to raise family living standards.
Subhypothesis "c" assumes that working Black women with more years
on the job will express more job satisfaction and greater social aware
ness than women who have less years on the job; it was not supported
by the results.

The One-Way Analysis of Variance "F" test was not

significant at the .05 level (see Table 13).

p
#
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Subhypothesis "d" assumes that Professional/Technical/Managerial
working Black women will express more job satisfaction and greater
social awareness than women in lower-paying jobs; it was not supported
by the results.

A One-Way Analysis of Variance "F" test was not

significant at the .05 level (see Table 14).
Subhypothesis "e" assumes that single working Black women will
express more job satisfaction and greater social awareness than married
women'; it was not supported by the results.

Single Black women for the day

care and Women's center group had lower mean scores than the married
group.
Subhypothesis "f" states that working Black women with children
under age 11 will express more job satisfaction and greater social
awareness than women who have fewer or no children under age 11 and
was not supported by the results.

The One-Way Analysis of Variance

"F" test was not significant at the .05 level (see Table i5).
Subhypothesis "g" states that higher educated working Black
women will express more job satisfaction and greater social awareness
than less educated women and was not supported by the results.

The

One-Way Analysis of Variance UF" test was not significant at the .05
level (see Table 16).
Results of the study can be generalized only to Black women
similar to those who responded to the questionnaires.

These respondents

utilized women's and day care centers and are not representative of
the larger population of working Black women.

They may also represent

a certain set of attitudes which differ from working Black women
who do not utilize the above services.

Various

other categories of
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Black women must be considered:

Single working women; single Women who

support their families; married women who may supplement the family
income; career oriented women; women who have either high or low
incomes; women who may or may not have an employed male in the home;
or the amount of education a woman may have.
For example the results indicate that high and low income women are
not representative

in the sample surveyed.

Less than 2.5% of the

respondents made over $25,000 or more and only 20% had incomes of $5,000
or less.

As a group the largest number of respondents 34.2% are in the

$10,000 - $14,999 income bracket and 47.5% had at least some college
(see Table 6).

Ninety-two percent of the respondents "strongly agree"

or "agree" with the statement "Most Black women work because they need
the money"

(see Table 7, item 2).

The results suggest, of those who

responded to the questionnaire, a middle class independent working Black
woman is more likely to be represented in the sample than other socio
economic groups.
In the present study the subhypotheses that were not statistically
significant suggest that the variables of age, education, children under
age 11, years on the job, type of job and marital status are not related
to a working Black women's job satisfaction.

However, before any con

clusions can be drawn, more studies need to be conducted on Black
women when they arrive on the job to determine what variables contribute
to job satisfaction and dissatisfaction.

Landy and Trumbo (1976) suggested

that new approaches or models should be utilized by researchers in the
work setting of minorities and women.

The findings of the study

indicate some areas that might be focused on when preparing Black women
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for the job market.

These areas include:

Career counseling;

educational preparation; and training, development and placement.
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CHAPTER V

Summary and Conclusion

The purpose of this study was to explore the degree of relation
ship between social awareness of working Black women and job satisfaction.
Differences

among

categories of working Black women due to type of

job, years on the job, age, income, marital status, total number of
children and education were investigated.
In order to test the hypotheses, 120 working Black women from
five day care centers and a w o m e n ’s center located in Detroit, Michigan,
were randomly selected to participate in the study.

The subjects were

invited to fill out two questionnaires designed to measure social
attitudes and job satisfaction of working Black women.
naires are (a)

The question

The Social Awareness Questionnaire for Working Black

Women, designed to elicit attitudes of working Black women off the
job, related to their socio-economic status, and (b)

Brayfield and

Rothe's Index of Job Satisfaction which measures general job satisfaction
and discriminates between groups who are assumed to be differentially
satisfied with their jobs.
Statistically, three main types of analyses were perrformedr Pearson's product-moment correlation coefficient, a simple One-Way Analysis of Variance and t-tests.
Hypothesis one states there is a relationship between social
awareness of working Black women and job satisfaction.
is supported for the total sample.

The hypothesis

When working Black women are
47
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separated by groups it is noted that the women's center group showed
a higher correlation between social awareness and job satisfaction
than the day care group.

A t-test for job satisfaction by groups is

significant at the 1% level.
There were seven subhypotheses to be tested for the variables,
social awareness and job satisfaction of working Black women by
groups.

One subhypothesis, income, was supported by the results.

The remaining six subhypotheses, marital status, type of job, years
on the job, total number of children, age and education, were not
statistically significant.
Subhypothesis "b" which states that higher income working Black
women will express more job satisfaction and greater social awareness
than lower income women was partially supported by the results
for job satisfaction.

A One-Way Analysis of Variance "F" test for

social .awareness by groups is not signficant.

However, for job

satisfaction a significant difference was found for the day care
group at the 5% level.
In summary, hypothesis one was fully supported, one subhypothesis
"b" was partially supported, was six subhypotheses were not supported
by the results.
This study has contributed data from a sample of working Black
women showing their current attitudes and responses to Brayfield
and Rothe's Index of Job Satisfaction and the Social Awareness
Questionnaire.

A low positive correlation was found between the

t w o 'questionnaires which suggest that job satisfaction may be
slightly related to social awareness.
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Criticism and limitations
of factors.

of the study may be due to a number

The results indicate a middle class independent working

woman is more likely to be represented in the sample than other socio
-economic groups.

The findings can be generalized only to women similar

to those who responded to the questionnaires.

Those respondents

<

utilized women and day care centers and are not representative of
the larger population of working Black women.

Future studies might

include a broader sample of working Black women to correct this
problem.
Another limitation of the study may be due to the sample return.
A larger percentage of questionnaires was received from the women's
center group than the day care group.

Disproportionate sample returns

make it difficult to accurately compare and determine working Black
women's awareness by groups or as a sample.
The results also indicate the respondents have more education
and better jobs than their working counterparts of 20 years ago.
This finding suggests longitudinal studies may be of practical use
to measure Black women's progress and changing status in the labor
force and the long range effects of equal employment laws affecting
them.

Future studies are needed to examine such variables as

institutional sex and race discrimination, career training, occupational
choice, working conditions, and economic need.
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APPENDIX A
Social Awareness Questionnaire for Working Black Women
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Dear Participant:

This form is concerned with surveying the social attitudes
of working Black women.

Interest in the topic stems from the

increased number of Black women in the work force since World War II,
fair employment laws effecting them and a concern for how well
labor markets serve their employment needs.
The results of this form will be used in a master thesis
project.

All answers are anonymous and will be kept confidential.

Your cooperation is greatly appreciated and important for the
success of this project.
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The following are statements and opinions that have been made
about Black women workers in the last few years.

Please check ( )

the answer which best describes your agreement or disagreement with
each statement below.

1.

There are no right or wrong answers.

Black women seldom have problems finding the type of jobs
for which they are qualified.
Strongly Agree

Agree
Disagree _______

2.

Agree

Disagree

Undecided
Strongly Disagree ____

Black women seldom find race discrimination on the job.
Strongly Agree _______

Agree

Disagree
4.

Strongly Disagree______

Most Black women work because they need the money.
Strongly Agree _______

3.

Undecided

Undecided
Strongly Disagree_____

The more education you have the better your chances are for a
good paying and satisfying job.
Strongly Agree _______

A g r e e _______

Disagree _______
5.

Undecided_____

Strongly Disagree _______

Many Black women contribute a large amount of their pay to the
family income.
Strongly Agree _______

Agree _______

Disagree _______
6.

Strongly Disagree _______

Men and women should receive equal pay for equal work.
Strongly Agree _______

Agree _______

Disagree _______
7.

Undecided_____

Undecided____

Strongly Disagree _______

Black females with good grades are encouraged by high school
counselors to go into professional type jobs such as:

Law;

dentistry; engineering; medicine.
Strongly Agree _______

Agree

Disagree _______

Undecided__
Strongly Disagree _______
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8.

Many Black women would work even if they didn't need the money.
Strongly Agree ______

A g r e e ___________

Disagree _______

9.

Undecided_

Strongly Disagree _______

Many Black women work because Black males receive low paying
jobs or don't work regularly.
Strongly A g r e e _______
Disagree

10.

Agree

Undeciddd_________
Strongly Disagree _______

'

Some employers are more reluctant to hire, promote or train
Black women.
Strongly Agree _______

Agree

Undecided

Disagree __________

11.

StronglyD i s a g r e e___

Many Black women have been taught in the home from childhood that
they are expected to work.
Strongly Agree _______

Agree

D i s agree_______

12.

Undecided________
Strongly Disagree________

Most money problems of Black women are related to the low status
jobs they hold.
Strongly Agree _______

Agree

Disagree _______

13.

Strongly Disagree________

Black women now have good opportunities for education.
Strongly Agree ___________

Agree

Disagree _______

14.

Undecided_______

Undecided

Strongly D i s a g r e e _____

Black women seldom find sex discrimination on the job.
Strongly A g r e e _______

Agree _______

D i s a g r e e _______

Undecided

Strongly Disagree_____
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If you have children under age eleven (11) answer questions 15 and 16.
If no children under age eleven, go on to question number seventeen (17),

15.

Child care facilities are no problem.
Strongly Agree

Disagree _______

16.

Undecided ____

Agree

Strongly Disagree________

My job allows me enough to pay for a babysitter without too
much strain financially,
Strongly Agree _______

Agree

Disagree _______

If married, answer questions 17-20.
number twenty-one (21).

17.

Strongly Disagree ______

If not married, go on to question

Being married has not effected my job.
Strongly Agree _______

Agree

Disagree _______

18.

Undecided
Strongly Disagree_____

My husband does not care if I work.
Strongly Agree _______

Agree

D i s a g r e e _______

19.

Undecided

Undecided
Strongly Disagree______

Black women tend to be head of most households and the only
person who financially supports the children.
Strongly Agree ______

A g r e e ________

Disagree _______

Undecided

Strongly Disagree ______
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20.

A woman should be able to have both a career and home life
if she so chooses.
Strongly A g r e e _______

Agree

Disagree _______

21.

Undecided_____
Strongly Disagree _______

Please comment about any problems you face as an employed Black
woman.

The questions below are for statistical purposes.
the answer which best describes you.

22.

Type of job?

Please check ( )

(Please write title of job.)

How long on the job?
a.

Less than 1 year

b.

1 - 3

c.

4 - 1 0 years

d.

1 1 - 1 6 years

e.

17 - 25 years

f.

26 years or more

years

What is your age?
a.

16 - 24 years

b.

25 - 34 years

c.

35 - 44 years

d.

45 - 54 years

e.

55 - 64 years

f.

65 and Over
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25.

26.

27.

Number of children?

(Write Number.)

a.

Number _____

b.

If more than one child, how many are under age eleven (11)?

What is your marital status?
a.

Single

_____

b.

Married

_____

c.

Divorced

_____

d.

Widowed

_____

e.

Separated

_____

f.

Engaged

_____

g.

Other

(Please Specify)

______________________

What was your personal income before taxes during the last
12 months?

28.

a.

Under $5,000

b.

$5,000 - $9,999

c.

$10,000 - $14,999

d.

$15,000 - $24,999

e.

Over $25,000

What is the highest level of schooling you completed?
a.

Grade School

_____

b.

Some High School

_____

c.

High School Graduate

_____

d.

Some College

_____

e.

College Graduate

_____

f.

Graduate School
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JOB QUESTIONNAIRE

Some jobs are more interesting and satisfying than others.
want to know how people feel about different jobs.
eighteen (18) statements about jobs.

We

This blank contains

You are to cross out the phrase

below each statement which best describes how you feel about your
present job.

There are no right or wrong answers.

honest opinion on each one of the statements.

We would like your

Work out the sample item

numbered (0).

0.

There are some conditions concerning my job that could be improved.
Strongly Agree

1.

Disagree Strongly

Disagree

Agree

Undecided

Disagree Strongly

Disagree

Agree

Undecided

Disagree Strongly

Disagree

Agree Undecided

Disagree Strongly Disagree

Agree Undecided

Disagree Strongly Disagree

I am often bored with my job.
Strongly Agree

7.

Undecided

I enjoy my work more than my leisure time.
Strongly Agree

6.

Agree

I consider my job rather unpleasant.
Strongly Agree

5.

Disagree

My job is like a hobby to me.
Strongly Agree

4.

Disagree Strongly

It seems that my friends are more interested in their jobs.
Strongly Agree

3.

Undecided

My job is usually interesting enough to keep me from getting bored.
Strongly Agree

2.

Agree

Agree Undecided

Disagree Strongly Disagree

I feel fairly well satisfied with my present job.
Strongly Agree

Agree Undecided

Disagree Strongly Disagree
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8.

Most of the time I have to force myself to go to work.
Strongly Agree,

9.

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Agree Undecided

Disagree

Strongly Disagree

Disagree

Strongly Disagree

I find real enjoyment in my work.
Strongly Agree

18.

Disagree

My job is pretty uninteresting.
Strongly Agree

17.

Agree Undecided

I like my job better than the average worker does.
Strongly Agree

16.

Strongly Disagree

Each day of work seems like it will never end.
Strongly Agree

15.

Disagree

Most days I am enthusiastic about my work.
Strongly Agree

14.

Agree Undecided

I feel that I am happier in my work than most other people.
Strongly Agree

13.

Strongly Disagree

I definitely dislike my work.
Strongly Agree

12.

Disagree

I feel my job is no more interesting than others I could get.
Strongly Agree

11.

Undecided

I am satisfied with my job for the time being.
Strongly Agree

10.

Agree

Agree Undecided

I am disappointed that I ever took this job.
Strongly Agree

Agree Undecided

Disagree

Strongly Disagree
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